The objectives of this research can be arranged consistently to answer the formulation of research problems, which are to know the perception of the participant's preparation that influences the transfer motivation on the training transfer; to know the perception of the colleagues' supports that influence the transfer motivation on the training transfer; to know the perception of the employer's supports that influence the transfer motivation on the training retention. The research method used in this research is conclusive research design, in which this research is a type of research that aims to test the hypothesis associated with various variables. The results of this study are: transfer motivation has a positive influence on training transfer, where strong self-motivation, support from employer, and colleagues can increase the activity of training transfer in the workplace. This gives an influence on improving employee's performance; training retention in the form of reward both intrinsic reward in the form of praise, appreciation; and extrinsic reward in the form of material or money, career as a reward do not influence positively on the employee's performance in implementing the result of training that they have obtained as one of the ways to improve the ability to achieve the rewards/incentives provided by the organization; training transfer gives a positive influence on employees and organizations in which employees contribute by applying training provided to them to improve employee's performance.
One of the activities undertaken in human resource management is getting competent people to fill the organization. Typically, those dealing with this issue are coordinated by the Human Resources Department and other related sections are involved. However, there is an important step that must be taken before accepting a new manpower which is to determine the type or quality of the desired employee to fill the position and details of the quantity that will occupy the position. Thus, the first function or activity in human resource management is to get the right people, both in quality and quantity. After that, the withdrawals of manpower, placement selection, orientation, promotion, and transfer or mutation are done.
The need for skilled workers is a demand that cannot be postponed anymore. In the era of globalization as today, the top management should be more aware that having good human resources must be done continuously. One of the ways is through education and training which are planned in accordance with needs analysis that can produce employees who are reliable, have high competence and added value from the financial perspective. In addition, human resource education and training will be able to accelerate the improvement of knowledge, skills and attitude changes according to the needs of the organization at all levels of employees. With education and training, it will also be able to improve employee's performance which is a function of motivation and ability in completing tasks, responsibilities, or works that they have.
A person's willingness and skills will not be effective at doing things without a clear understanding of what to do and how to do it. One of the fast ways to produce employees who have adequate skills is by providing appropriate planned and continuous education and training programs. A training is successful or effective if the participants can accept and have increased knowledge, skill, and attitude which are appropriate and are given by the appropriate instructor/trainer too, as well as the achievement of improved performance/competence of employees. From several studies, one of them is Sulistyohadi (2002) who shows that approximately only 10% of the investment spent on training has changed the attitude of trainees when they return to the workplace. In many studies, it has been found that the success in the training transfer process itself is influenced by the characteristics of the participants and the characteristics of the work environment. One of the characteristics of the training participants is called personality variables consisting of locus of control and self-efficacy are hypothesized as factors affecting the training transfer process. Similarly, the characteristics of the work environment will be able to influence the training transfer process (Baldwin and Ford, 2008; Smith, et al, 2001, Tziner and Haccoun, 2001; Colquit, et al., 2000) . Crider (2003) mentions the characteristics of internal locus of control, such as like to work hard, have high initiative, always try to find problem solving, try to think as effective as possible, always have perception that effort must be done if success is willing to achieve. While, the characteristics of external locus of control are lack of initiative, have a hope that there is a few correlation between effort and success, lack of effort because they believe that the external factors which control it, and they are lack of searching information to solve the problems.
In training situations, trainees who have strong beliefs, they can control organizational outcomes, such as promotion and salary increase. It can be as an extension of more work that makes it possible to apply the content of training in the work. Individual believing that he is able to conduct and complete the task well because of his own effort can be said that the person has an internal locus of control. Individual who considers that success and failure are due to their surroundings, then it can be said that the person has an external locus of control.
In line with that effort, to align the needs of organizations with human resources at PT. Gandum Mas Kencana, the management continues to evaluate the productivity made by the Training and Development Department in order to fulfill its responsibilities professionally and be able to answer the challenges faced by the organization with the locus of control approach.
Department of Training and Development at PT. Gandum Mas Kencana is a container that is formed to unite the interests of the organization and the people in it by designing and reviewing the needs of the organization as stated in the vision, mission, target, future goals, both short-term and long-term goals, strategy, and organizational culture (core value). The other side should also be able to bring the people who are in the organization, both from knowledge, skills and behavior leading to what has been established by the organization as a standard work in running organizational goals.
The problems that emerged at the Training and Development Department in 2016 published by the Internal Audit Department are findings of infringement in the Corrective Action Report (CAR) based on mistakes included in the five categories: Human (HUM), Facility (FAS) , Machine (MES), Environment (LIN), and Method (MET). The report showed that HUM accounted for the biggest mistake of about 21 cases, followed by FAS which has 12 cases, 15 cases of MES, LIN with 11 cases, and MET has 9 cases out of 68 cases.
The objectives of this research can be arranged consistently to answer the formulation of research problems, that are 1) to know the perception of participant preparation that influences transfer motivation in training transfer, 2) to know the perception of colleagues supports that influence transfer motivation in training transfer 3) to know the perception of superiors' supports that influence transfer motivation in training retention.
METHODS OF RESEARCH
This research is a causal research conducted to detect causal relationships in order to know the relationship between two or more variables. Sugiono (2012) stated that with causal research, a theory that functions to explain, to predict, and to control an event can be built. This research is also qualitative with deductive modeling. To illustrate the details of the procedure that will be used in the implementation of this research, a research framework is needed to elaborate the information required by a research framework to describe the information needed in solving the research problems.
The research method used in this research is conclusive research design in which this research is a type of research that aims to test the hypothesis associated with various variables. The research process with conclusive research is very formal and structured; the sample used is ordinarily many and is quantitative (Malhotra, 2010) . The type of conclusive research used in this research is causal research. Causal research is a research that aims to determine the relationship of a causal cause of something. This research aims to prove the relationship of influencing and being influenced of the variables studied (Malhotra, 2010) .
The initial step of this research is pretest to test the questionnaire made to 30 respondents. Furthermore, the sample of questionnaires that have been spread are processed and if they are proven valid and reliable, then the questionnaires are distributed back to the larger respondents to obtain primary data. The researcher will spread the questionnaires to get directly the data obtained and adapted to the measuring instruments used, in this case as many as 200 respondents.
RESULTS AND DISCUSSION
Structural Model Analysis. It is a model that describes the data structures used in business processes, as long as the structural model analysis presents the logic of the data without showing how data is stored, created, or manipulated so that the analyst can focus on the business. Structural model presents something, concept ideas that exist in the problem domain, and presents relationships that occur. The structural model is a model of the relationship structure that forms or explains causality between factors. In this research, structural model testing is conducted to find out the relationship between transfer motivation (MT), training retention (RP) on employee performance (KK) through training transfer (TP). A hypothesis can be accepted or declared significant if the value of t ≥ 1,96. The following is the result of causality calculation from each research variables. Furthermore, from the figures, the researcher can tabulate the data as result of research hypothesis which are as follows: From the description of the whole model can be said good Analysis of Causal Relationships probability. For instance, how failure in applying training results the problem of causality is rarely statistical inference and rarely used to determine the causal The value of PGFI> models and ranges from 0 to 1
The value of PNFI> model and ranges from 0 to 1 structural model match testing above, it can good or good fit. Relationships. The problem of causality is actually much the probability of decreasing a person's results at work? However, in a developing country rarely linked to probability. "Does X affect Y" rarely involves causal inference. Analysis of causal relationship of each variable, and it can be seen 96 (3,38>1,96) . The results of this study support the first hypothesis meaning that H1 is accepted, specifically there is a positive relationship between transfer motivation and training transfer. High transfer motivation can improve training transfer. The results of the analysis indicate that the motivation of transfer consisting of self-preparedness, superiors support, peer support, extrinsic supporting aids in the form of rewards, intrinsic supporting aids in the form of praise on employees affect the transfer of training.
According to Awais Bhatti et al, (2010) the role of readiness of trainees in the training transfer process is based on basic skills to perform different activities during training and basic knowledge of different tasks and needs to be implemented during the training. If the trainee has basic skills, then training activities will be better done. It means that basic skills allow employees to be ready to perform with different training tasks. Peer support is measured by appreciating new skills applied by participants and expectations of the effect of applying these new skills and finding a positive relationship of peer support to transfer of training through transfer motivation (Seyler, 1998). Based on Goldstein and Ford (2002), superior support in the area of training effectiveness is essential in which it functions as a controller for optimizing the use of knowledge and attitudes gained in training (Nijmat, et al., 2006) . Supporting aids in the form of intrinsic rewards and extrinsic rewards positively influence the transfer motivation (Tharenou, 2001) where employees do not transfer the skills they learn if they feel this effort does not have impact on their career or remuneration.
The relation with this research is that dimension of the transfer motivation has positive value meaning that the motivation of transfer in PT. Gandum Mas Kencana from participants' readiness factors, peer support, superiors support and supporting aids in the form of intrinsic rewards and extrinsic rewards support training transfers. Furthermore, the positive effect of transfer motivation on overall training transfers shows that the planned training to employees, especially the production operators on the regular training materials that have been set cost and schedule to each participant goes according to plan. Preparedness and training as important things to be done with high awareness make the training goes according to plan and fulfills the purpose of the training. Physical conditions such as good vision of the participants, the lighting of the training room and the room setting support to run the training, as well as the participants' sense of speech, to express opinions on things that are not understood. In addition, the opportunity to ask is always given by the trainer at any time with a customized pattern; there is an interactive part where the participants immediately ask when there are things that are not understood and can also provide a special session for the question at the end of each material. Distributed long-distance schedules to participants have a positive impact on where they prepare for the exam both before the training and after the training and this also gives participants confidence to challenge the test results with their own ability. The material given after the training to the participants is also a positive thing in which employees re-read the material when they apply it in the workplace. Training for employees at PT. Gandum Mas Kencana not only becomes a regular agenda, but also it is expected by employees to improve their competence in knowledge, skills, and attitudes that must be aligned with the demands of the organization.
Training Retention does not Influence Training Transfer. Based on the results of data analysis, the results of this study reject the second hypothesis which means that H2 is rejected. From the data that has been analyzed by the researcher, the calculation results are known that training retention has a value below the standard t value which is smaller than the standard t value. The value obtained in this study amounted to 1,47 which is smaller than the default value of 1,96. It indicates that training retention in PT. Gandum Mas Kencana does not have significant influence on the training transfer process.
According to Velada, et al., (2007) the concept of training retention is similar to cognitive abilities and explains the extent to which trainees retain content/material after the training is completed. Training retention is an important factor in undertaking training transfer in which the more trainees understand the content/materials; the more helpful they are for companies to improve employee knowledge and skills without having to repeat the same thing. It can hamper the provision of new training materials for employees and wastage of costs occurs. On the other hand, it can also create a cadre of trainers who can lower this knowledge around them. It becomes something that is very profitable for the organization if it can run.
The results reject the hypothesis mean that there is a weakness of the employees on the retention of training in the form of remembering the training materials that have been executed, can easily answer questions about the content of material that has been studied and the material studied should be repeated in the same year because the test after the training has a value below the standard (exam score <70) or failing to pass the training exam on the material at PT.Gandum Mas Kencana, as it relates to company policy that is less concerned with this. The absence of punishment or reward for participants who do not enforce predetermined rules against training retention is there as well.
One of the important things to see employees' success in training retention in remembering the material that has been given is to randomly ask the employees about the material content theoretically and they are able to answer it well, as Indonesian citizens who are asked to mention one of the principles of Pancasila, because we have studied from elementary school and it continues to be repeated, then automatically if the question arises about this matter, a responsive response is directly given. That is the measure of an employee's success towards the mastery of material that has been given. Employees who have received training are expected to easily answer what they have learned, especially in informal situations where the material has become very inspiring to them, let alone this material is repeated every year as compulsory materials of ISO 9001: 2008 on management quality and ISO 22000: 2005 food safety.
Training Transfer does not Influence Employee Performance. Based on the results of the analysis test in Table 5 -54, it is described that the third hypothesis or H3 is also rejected.
High training transfer cannot improve employee performance. Based on data that have been analyzed by the researcher, the result of the calculation can be known that the training transfer has a significant positive relation on employee performance, with the value of t = -0,99 smaller than the standard t value of 1,96. It explains that strong training transfers do not influence employee performance, as employee performance measurement focuses more on concrete matters such as sales and production capacity. The trainings are provided only as an obligation to meet internal or external audit standards or requirements. When an employee conducts training transfer in his workplace, the employee feels unlikely to have the opportunity to demonstrate the abilities and skills he has acquired during training with good preparedness, open colleagues support, superior support, and intrinsic and extrinsic supporting aids.
Superiors are satisfied with the performance shown by their subordinates to increase productivity, but it has not been an annual assessment or as KPI where individually they apply the abilities and skills provided in practice, when the spread of training participants to the material is evenly distributed and every employee runs it in the workplace automatically produces increased work productivity, if translated in HACCP and GMP material results, employee errors decline due to knowing the procedures established by the system in handling production to obtain a good product.
The quality of work provided also increases where the application that occurs directly corrects wrong patterns of evaluation of the application by employees at the workplace. This report becomes a datum that should be considered by superiors to take steps to improve the production process in order to create good and standardized products that have been determined. Implementation performed by each employee is sometimes able to exceed the capacity expected by superiors and company. The details of the untouched and the big impact make the employee able to contribute above his or her task and exceed expectations. It is very good for the company in increasing the sales profit in which indirectly the things that cannot be drawn can be found by employees at the time of implementation of training results in the workplace.
Employees who have experienced training and applied the training to their workplaces can also complete the work in a timely manner as they are happy to work from the results of implementing their own training. It is positive for organizations where they have the drive to get the job done and continue to apply good training results for the company's business development with super-quality products. Implementation of training results also increase employee cooperation because to perform successful implementation, they must cooperate with each other since the production line is the part that constitutes a unity called production system. Implementation without cooperation from employees will not be seen if done partially. Precisely, it is a major problem when this application is implemented in part because it will not reach the maximum point in its implementation and it can damage the existing system. Cooperation is needed to establish new methods of applying training results. If the results of one material are thoroughly implemented, the result will increase work productivity and will automatically improve employee performance. Employee performance refers to the ability of employees in performing the overall tasks that become their responsibility. The performance of employees will increase if they actively involve, participate, and become the parts of the team in the process of the activities of the organizational unit where they work.
Managerial Implications. The programs that will be run are adjusted to the results of the research in which the motivation of transfer influences the transfer of training, but the retention of training does not have influence on training transfer and training transfer does not have influence on employee performance. The researcher will describe the managerial implications that have only influence which motivation transfer to training transfer. Transfer motivation supported by participants' readiness, peer support, superior support and supporting aids in the form of intrinsic rewards and extrinsic rewards have an influence on training transfer that defines the extent to which employees apply the results of their workplace training and have a positive influence on employee performance at PT. Gandum Mas Kencana. The superior can support the participants/subordinates after the training by providing literature to solve problems faced by the participants in terms of applying the skills learned in the workplace. In addition, the superior may discuss different methods of applying the skills learned at the workplace and set goals to encourage employees to use training on the job. Finally, this study argues that if the superior plays his role effectively, the transfer of training can be increased again and continuously according to how much the role played by the superior to achieve the company's goals related to the implementation of the training results provided.
Referring to the support of colleagues in the training transfer process, this study suggests that colleagues may also play their role to maximize training transfer. Colleagues should encourage participants to participate in training activities and assist trainees to apply workplace learning skills in order to improve performance and to achieve organizational tasks. In addition, colleagues should give appreciation, when they use training on their work, rewards and encouragement motivate participants to use training on the job. Finally, colleagues expectations of the trainees also play an important role in training transfer. The expectations of colleagues in terms of using job training also motivate participants to apply the skills learned in the workplace.
Another important consideration for corporate trainers is that employees should be ready to participate in training activities. The findings of this study suggest that prior to starting the training program, it should be made sure that the trainee has the basic skills and knowledge to participate in the training activities. It is because knowledge and skills about training activities motivate participants to take parts in training activities for the transfer of skills learned in the workplace. For example, if employees will learn about a good food handling system, it is important for employees to have HACCP and GMP knowledge and skills to operate the machine as well as the meaning of the system symbols. If employees lack knowledge of HACCP and GMP, it will be difficult for employees to actively participate in training activities and maximize learning. In conclusion, superiors and trainers should provide basic skills to employees who help them to demonstrate training tasks and actively participate in training activities. Therefore, learning is better during training because it will motivate the trainees to transfer training on the job.
Human resource development and trainers should explain practically to participants with the model and characteristics of trainees, as it concerns how they can apply the skills learned in the workplace and increase the success rate of trainees leading to training transfers. Therefore, the trainer should provide more practical examples during the training sessions by helping the trainees understand how the training is closely related to their work. Therefore, using real-life examples and day-to-day work can build participants' confidence and motivate them to transfer training to the job. In addition, top management, coaches, and superiors should appreciate, encourage, and motivate participants to take parts in training activities.
The factors that need to be considered to improve the transfer of training is how much improvement preparation should be done by employees in training, the extent of involvement of colleagues in implementing the training that has been run, how much support of superiors to provide space and employee freedom in applying training that has been accepted in the workplace, and how important rewards for employees who want to apply workplace training. The following part describes the influence of transfer motivation on training transfer.
CONCLUSION
Based on the results of the research analysis, the discussion and the description in the previous chapters, the conclusions are obtained: 1) the transfer motivation has a positive influence on the training transfer, where strong self-motivation, support from superiors and colleagues can increase the activity of training transfer in the workplace. It has an influence on improving employee performance, 2) training retention in the form of reward for intrinsic reward in the form of praise, reward; and extrinsic reward in the form of material or money, career as a reward do not positively influence the employee's performance in implementing the results of the training they have obtained as one of the ways to improve the ability to achieve the rewards/incentives provided by the organization. In this research, the influence given is weak so if in their transfer motivation is high, then it must be conducted repeatedly to maintain the given materials. It means that employees at PT. Gandum Mas Kencana has the drive to do the training to apply the training results, but it is less concerned if asked to maintain the training by remembering the material theoretically. It is clear that employees prefer practicing directly in the field to textbook theory, 3) training transfer has a positive influence on employees and organizations in which employees contribute by applying training provided to them to improve employee performance.
